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Abstract 
The aim of the paper is to compare the level of employee moti-
vation in Hungary and Slovakia. Using sociological survey 
through questionnaires, a research was conducted in all regions 
of Hungary and Slovakia in 2016. Total of 30 motivation fac-
tors were divided into 5 groups of motivation factors. We ana-
lyzed motivation factors relating to mutual relationships, to 
career aspiration, to finance, to work conditions and to social 
needs. Significantly different preferences were observed in 4 
of 5 groups of motivation factors preferred by Hungarian and 
Slovak respondents (motivation factors relating to mutual rela-
tionships, to career aspiration, to work conditions and to social 
needs). Surprisingly, motivation factors relating to mutual 
relationship were highly preferred by Hungarian respondents. 
Financial motivation factors were the most important for Slovak 
employees. Motivation factors relating to social needs were the 
least important for both groups of respondents. For Hungarian 
and Slovak employers, we recommend focusing on motivation 
factors relating to mutual relationships when creating motiva-
tion programmes. It will improve relations in the workplace. 
Simultaneously for Hungarian employers, our suggestion is to 
focus on motivation factors relating to career aspiration.
Keywords 
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1 Introduction
The top priority of every enterprise is to get a place in the 
global market (Stacho et al., 2016). An enterprise is not just a set 
of numbers based on accounting, but it is the entity operating in 
a dynamically changing environment, which acts on it (Teplická 
et al., 2015). Due to the globalization, increasing competition, 
in such a turbulently changing business environment, only those 
companies that understand the current trends in global economy, 
may survive (Czajkowska and Stasiak-Betlejewska, 2015; Mura 
and Gašparíková, 2010; Potkány et al., 2016). Moreover, accord-
ing to Kampf and Ližbetinová (2015), Kucharčíková (2014) and 
Sudzina et al. (2014), thanks to globalization, and changes in the 
economic development, the requirements on company competi-
tiveness but also on the quality of human resources, are increas-
ing. Based on Vaníčková (2015) success of the whole enterprise 
depends on human resources management. To be able to react 
to this situation, a big portion of organization’s energy is put 
into the attention given to employees (Čambál and Cagáňová, 
2010; ShaemiBarzoki et al., 2012). Ever increasing is thus the 
importance of personal dispositions, skills and knowledge of 
employees that affect their work performance (Myšková, 2015). 
Relying on their human force inside the organization, organiza-
tions can improve their activities as much as possible, and they 
can have an active participation in different markets (Foster, 
2001). Clearly, to be able to fulfil the duties and responsibil-
ities, the organization requires employees with some features 
such as innovation, good human relations, commitment to eth-
ics, being interested in the job and service development, and 
constant effort (Blannie and Radhakrishna, 1991). Human cap-
ital is one of the enterprise inputs (Kucharčíková et al., 2016). 
Employees are more often perceived as an important tool for 
achieving business objectives and consequently corporate strat-
egy (Sheehan et al., 2016). Human force is considered the most 
valuable asset of an organization and different factors affect its 
performance and efficiency (Lucas, 2004; ShaemiBarzoki et al., 
2012). By Kachala (2014), human resources and their manage-
ment are a source of competitive advantage for the business, 
rather than access to capital or technology used. Technology, 
processes and corporate structure can be copied but the value 
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that competent and dedicated employees can bring to companies 
cannot be easily taken away (Ahmad et al., 2012).
The company will work effectively only when it manages to 
gather, connect together, star and constantly use human, mate-
rial, financial and information resources (Hrehová and Cehlár, 
2015). Nowadays, nobody doubts that success of every com-
pany on the global market, to a great extent, depends on how 
fast it can adjust to quick changes of the business environment 
(Antošová, 2010). Competitive environment in the domes-
tic and international markets leads enterprises to a continuous 
improvement of the quality of offered products and services 
(Sheehan et al., 2016). The enterprise cannot achieve success if 
employees are dissatisfied with their jobs and are not sufficiently 
motivated (Lǎzǎroiu, 2015). Likewise, according to Baum and 
Kokkranikal (2005) continued success of any organisation is 
dependent on the employees’ contribution and commitment.
The answer to the question “Why to motivate and stabi-
lize workers?” is quite clear. Professional literature (Herzberg 
et al., 1959; Vroom, 1964; and other), as well as researches 
(Qayyum, 2012; Stanisic and Guerra, 2010) confirm that moti-
vated enough and stable workers showed better results in the 
long term. They have a direct impact on customer satisfaction 
and this is reflected in the commercial and consequently in the 
financial success of an enterprise (Němečková, 2013). Similarly 
according to Jelačić et al. (2012) motivated employees come 
to work with enthusiasm and wish to fulfil their daily duties 
in a satisfying way. A good motivation programme can have a 
significant impact on company performance (Merková et al., 
2015). Based on Rusu and Avasilcai (2014) achieving high per-
formances in organizations requires motivated employees who 
are engaged in training activities, acquire knowledge, new abil-
ities and skills, which they intend to share and communicate in 
order to improve the performance of their work activities and 
thus to contribute to the overall organizational performance. 
Increasing employee motivation can be achieved by the correct 
use of controlling concept of management, because highly moti-
vated employees are the cause of high levels of labour produc-
tivity, it has effects on the performance and economic results of 
the organization in the competitive environment (Stopka et al., 
2015; Šatanová and Potkány, 2004). Leete (2000) found that 
non-profit organizations rely on internally motivated employ-
ees unduly. Based on Buelens and Van den Broeck (2007) pub-
lic sector employees are more motivated intrinsically. Public 
sector employees are more motivated by workload, personal 
growth, recognition, individual decision-making, interesting 
work and an opportunity to learn something new (Urbancová 
and Hudáková, 2015). According to Charan (2008) if the man-
agers continue to treat the employees in the same way, their 
already low motivation for work will decrease even more. It 
can be said that practically all motivators are in the hands of 
the management (Kropivšek et al., 2011). The only question is 
if they know how to use them (Možina, 1998).
In the long term, motivation and employee performance are 
an essential tool for the success of any organization, accord-
ing to Lǎzǎroiu (2015). Similarly Khan (2012) believes that 
only the organization that wants to enhance their employees’ 
performance should focus on motivation in order to achieve 
higher performance levels. Jourbert (2007) asserts that moti-
vation will drive performance towards the key performance 
areas. Following the opinion of Ibidunni et al. (2016) a cul-
ture of achievement supports tools of motivation and measure-
ment of individual, group and organisational performance. The 
improvement of individual performance essentially depends on 
management of human resources and motivation of employees 
(Krajcsák and Gyökér, 2013). 
Motivation can be defined in a number of ways. At a fairly 
straightforward level it could be described as: „What makes 
us do what we do.“ (Bagshawe, 2011). Motivation also means 
that somebody does something because he or she wants to do 
so, and what management has to do is to motivate and stim-
ulate him or her in such a way as to encourage such an out-
look (George and Jones, 1999; Herzberg, 2008). Motivation is 
the driver of cognition, action, and emotion (Kruglanski et al., 
2016). However, a fuller definition might be: „Drives within 
a person that account for the degree, direction, and persistence 
of effort expendend at work.“ (Bagshawe, 2011). Based on 
Pritchard and Ashwood (2008) motivation is the process of 
turning energy into satisfied needs. The more fully our needs 
are met, the more need satisfaction we feel. The more our needs 
are not met, the more need dissatisfaction we feel. When we are 
very hungry, we feel uncomfortable. The hungrier we are, the 
more uncomfortable we feel. Need satisfaction feels good, we 
like it, and we try to achieve it. Conversely, need dissatisfac-
tion feels bad, we do not like it, and we try to avoid it. As an 
example in the area of employee motivation people will not be 
motivated by rewards that do not satisfy their needs. 
A motivated and qualified workforce is essential for any 
company that wants to increase productivity and customer 
satisfaction. In this context, motivation means the willing-
ness of an individual to make efforts and take actions towards 
organizational goals. The challenge for any manager is to find 
the means to create and sustain employee motivation. On one 
hand, managers should focus on reducing job dissatisfaction 
(working conditions, salary, supervision, relationship with 
colleagues), while on the other hand, they should use motiva-
tion factors such as achievement, recognition, responsibility 
and the work itself (Dobre, 2013). Anitha (2014) identified 
six factors increasing employee´s motivation such as working 
environment, management, training and professional devel-
opment, wages, working place, team work and relationship to 
co-workers. Imhof, however, as early as in 2003, suggested and 
analysed a wider spectrum of motivation factors than Anitha 
(2014). Imhof´s factors included: healthy working conditions, 
career opportunity, supportive boss, unambiguous and definite 
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goals, competitive compensation, stable place of work, interest-
ing job, high prestige, good performance evaluation, pleasant 
working atmosphere, peaceful private life, competent leader-
ship, appreciation, participation in decision-making and fringe 
benefits. Nevertheless, there exist much more factors that influ-
ence employee motivation. Therefore, we have extended the 
overall scope of motivation factors to 30 (Table 1). The objec-
tive is to compare the level of employee motivation in Hungary 
and Slovakia and to recommend motivation factors motivating 
employees in motivation programmes.
2 Methodology
On a sample of 5,359 respondents, the importance level of 
30 motivation factors was compared in Hungary and Slovakia. 
The method of random sampling was used to obtain the data 
from the whole territory of Hungary and Slovakia. Random 
selection met two characteristics. Firstly, for all statistical units 
belonging to the population, the probability of inclusion in the 
sample was not equal to zero. Secondly, the statistical units 
were selected independently of one another. 
We used the methods of sociological research through anon-
ymous questionnaires. The questionnaires were sent via email 
and evaluated by using Statistics 12.0 software (Dell, Oklahoma 
City, Oklahoma). Total of 30 motivation factors were analysed. 
Motivation factors were in alphabetical order not to affect 
respondent’s decision. To identify the importance of motivation 
level, a five point rating scale was used. 5 was most important, 
4 was very important, 3 was medium important, 2 was slightly 
important and 1 was unimportant (Hitka, 2009). The research 
was conducted in all regions of Hungary and Slovakia in 2016. 
To select respondents, the method of random sampling was 
used. Respondents working in various job positions were of 
different ages, completed education and different seniority by 
which we ensure the diversity of the sampling unit.
The research covered 915 respondents from Hungary and 
4,444 respondents from Slovak Republic. In Hungary, the sam-
pling unit consisted of 41.09% men and 58.91% women. In 
Slovakia, there was a comparable representation of men and 
women (49.66% males and 50.38% females). In terms of age 
structure, total of 535 respondents aged up to 30 years partic-
ipated in Hungarian research (58.47%). In Slovakia, the sam-
pling unit consisted of 31.48% respondents aged 31 to 40 years. 
In the questionnaire research, there were 68.42% of Hungarian 
respondents and 39.00% of Slovak respondents with higher 
education. Concerning the seniority, Hungarian research sam-
ple consisted of 31.15% of those with seniority 7-9 years. In 
Slovakia, nearly 33.08% of the respondents have been working 
in the company for more than 10 years. In terms of job category, 
managers represented the highest percentage of respondents in 
both countries (62.73% in Hungary and 57.52% in Slovakia). 
Descriptive statistic was used to characterize the sampling 
unit. The method of comparison was used to compare the values 
in sampling unit. The significance of differences of arithmetic 
means and standard deviations was tested at significance level 
of α = 0.05 in order to eliminate the statement that the differ-
ences found were not caused due to the representation fault. 
The statistical method through the average was used based on 
following equation (Schmidtová and Vacek, 2013):
x
x
n
i
i
n
= =
∑
1
(1)
where x  is average, xi is individual values, n is the total size of 
sampling unit. Given the scale and independence of the sam-
ple, Student two-sample t-test was used, when testing the null 
hypothesis of equal averages of motivation factors in terms of 
belonging to the country. Testing the null hypothesis was per-
formed at the significance level α = 0.05. 
Total of 30 motivation factors were investigated in terms of 
belonging to country (Table 2, Table 3) and gender (Table 4, 
Table 5). Subsequently, motivation factors were divided into 
five groups. We analysed motivation factors relating to mutual 
relationships (atmosphere in the workplace, good work team, 
communication in the workplace, supervisor’s approach), to 
career aspiration (opportunity to apply one’s own ability, career 
advancement, competences, prestige, individual decision-mak-
ing, selfactualization, personal growth, recognition), to finance 
(base salary, fringe benefits, fair appraisal system), to work 
conditions (physical effort at work, occupational safety, job 
security, workload and type of work, information about per-
formance result, working hours, work environment, job perfor-
mance, mental effort, stress), and to social needs (social ben-
efits, mission of the company, name of the company, region’s 
development, relation to the environment, free time). Box and 
whisker plot (Fig. 1) and Table 8 presents the obtained results.
3 Results and Discussion
Anitha (2014) has identified six factors that help increase 
employee motivation. Nearly 20 motivation factors were anal-
ysed by Imhof, already in 2003. However, there are much more 
aspects that affect employee motivation. In our research, we 
analysed a total of 30 motivation factors. 
Respondents evaluated each motivation factor. The average 
values of each motivation factor are shown in Table 1 in col-
umn mean. In the standard deviation column we see a deviation 
from the average value. Table 1 shows also 95% confidence 
intervals for Hungarian and Slovak employee, which represents 
minimum and maximum value. Following the results, we can 
state that with a 95% confidence, when rating the atmosphere 
in the workplace, Hungarian employees would give this factor 
an average rating from 4.69 to 4.76 in a similar survey. Slovak 
employees would give this factor an average rating from 4.36 
to 4.41 in a similar survey. Based on the results, Hungarian 
respondents rated the atmosphere in the workplace more 
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Table 1 Descriptive statistics and 95% confidence intervals
Motivation factors 
HU SK
Mean
Standard 
deviation
Confidence interval
Mean
Standard 
deviation
Confidence interval
-95.00% 95.00% -95.00% 95.00%
Atmosphere in the workplace 4.73 0.57 4.69 4.76 4.38 0.81 4.36 4.41
Base salary 4.63 0.62 4.59 4.67 4.45 0.88 4.42 4.47
Career advancement 4.55 0.65 4.51 4.59 3.98 0.89 3.95 4.01
Communication in the workplace 4.43 0.76 4.38 4.48 4.24 0.86 4.22 4.27
Competences 4.61 0.61 4.57 4.65 3.86 0.94 3.84 3.89
Fair appraisal system 4.03 0.98 3.97 4.10 4.37 0.85 4.34 4.39
Free time 4.18 0.91 4.12 4.24 4.07 0.92 4.05 4.10
Fringe benefits 4.51 0.64 4.47 4.55 4.31 0.87 4.28 4.34
Good work team 3.97 0.94 3.91 4.03 4.40 0.81 4.37 4.42
Individual decision-making 4.37 0.73 4.32 4.41 3.98 0.88 3.95 4.00
Information about performance result 4.03 0.82 3.98 4.09 3.91 0.94 3.88 3.93
Job performance 4.43 0.72 4.38 4.47 4.11 0.83 4.08 4.13
Job security 4.43 0.75 4.38 4.48 4.37 0.86 4.35 4.40
Mental effort 4.42 0.67 4.37 4.46 4.01 0.94 3.98 4.03
Mission of the company 3.93 0.96 3.87 4.00 3.85 0.98 3.82 3.88
Name of the company 3.77 1.09 3.69 3.84 3.85 1.06 3.82 3.88
Opportunity to apply one’s own ability 4.54 0.70 4.50 4.59 4.00 0.88 3.97 4.02
Personal growth 4.62 0.58 4.58 4.66 4.03 0.91 4.01 4.06
Physical effort at work 2.76 1.23 2.68 2.84 3.77 0.95 3.74 3.79
Prestige 3.83 0.98 3.77 3.89 3.68 1.00 3.65 3.71
Recognition 4.38 0.77 4.33 4.43 4.12 0.89 4.09 4.14
Region’s development 3.54 1.12 3.47 3.61 3.80 1.03 3.77 3.84
Relation to the environment 4.07 0.99 4.00 4.13 3.90 1.01 3.87 3.93
Selfactualization 4.24 0.75 4.19 4.29 3.94 0.91 3.91 3.97
Social benefits 4.57 0.71 4.52 4.62 4.07 0.93 4.05 4.10
Stress 4.54 0.67 4.50 4.58 4.06 0.93 4.03 4.09
Supervisor’s approach 4.63 0.62 4.59 4.67 4.38 0.84 4.36 4.41
Work environment 4.34 0.68 4.30 4.39 4.15 0.86 4.13 4.18
Working hours 4.27 0.83 4.21 4.32 4.17 0.88 4.14 4.20
Workload and type of work 4.41 0.69 4.37 4.45 4.09 0.86 4.07 4.12
positively than Slovak respondents. As Table 1 shows, total of 
25 motivation factors acquired higher values of the selected 
averages when rated by Hungarian respondents. 
In the following step, total of 30 motivation factors were 
tested using statistical methods. The aim was to test the 
assumption that there are significant differences in level of 
motivation, depend on belonging to a country. Results are 
presented in Table 2.
Table 2 shows the difference of mean between motivation 
factors in Hungary and Slovakia. Motivation factors with 
significant differences are highlighted in bold in the column 
p-level. We observed statistically significant difference in the 
majority of motivation factors (p-level is lower than 5%, in 
Table 2 in column p-level). The difference is too large to be 
considered random. Insignificant differences occurred in five 
motivation factors (workload and type of work, competences, 
supervisor’s approach, individual decision-making and fair 
appraisal system). 
In the following step, the motivation factors were ordered 
by the level of importance, as they were rated by the respon-
dents. Motivation factors were ordered according to the arith-
metic mean. The order of all motivation factors preferred by 
Hungarian and Slovak respondents is illustrated in Table 3. Top 
10 motivation factors considered most important by Hungarian 
and Slovak employees are highlighted in bold. Atmosphere in 
the workplace and base salary were considered the most import-
ant motivation factors by Hungarian respondents. Following 
motivation factors were considered important by Hungarian 
respondents (superior´s approach, personal growth, compe-
tences, social benefits, career advancement, stress, opportunity 
to apply one’s own ability, fringe benefits). Hungarian employ-
ees recognized fringe benefits to be important, however, they 
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did not consider them as important as Slovak respondents. This 
motivation factor was the tenth most preferred by Hungarian 
employee while for Slovak respondents it was seventh import-
ant motivation factor. The research shows (Table 3) that base 
salary is the most important motivation factor for employees 
in Slovakia. Within the financial factors, fringe benefits were 
important for Slovak respondents. Non-financial factors as 
good work team, atmosphere in the workplace, supervisor’s 
approach, job security, fair appraisal system, communication 
in the workplace, working hours and work environment were 
important for Slovak employees. 
The top 10 motivation factors considered by employees as 
the most important, were subject to a more detailed analysis 
using the methods of inductive statistics (Table 4, Table 5)
Table 4 shows statistically significant differences of 10 most 
important motivation factors from the point of view of Hungarian 
men and women. Based on the results presented in Table 4, sta-
tistically significant differences can be seen in all 10 motivation 
factors from the point of view of Hungarian men and women. 
Table 5 shows the averages of the motivation factors of 
Slovak men and women and the difference between them that 
determines the extent of identifying with the motivation factor 
by Slovak men and women. Following the values the difference 
in the level of motivation factors of Slovak men and women 
can be seen.
Table 3 Comparison of the order of all motivation factors for Hungarian and 
Slovak employees (ordered according to the arithmetic mean)
HU SK
Motivation factors Mean Motivation factors Mean
Atmosphere in the 
workplace
4.73 Base salary 4.44
Base salary 4.63 Good work team 4.39
Supervisor’s approach 4.63
Atmosphere in the 
workplace
4.38
Personal growth 4.62 Supervisor’s approach 4.38
Competences 4.61 Job security 4.37
Social benefits 4.57 Fair appraisal system 4.37
Career advancement 4.55 Fringe benefits 4.31
Stress 4.54
Communication in the 
workplace
4.24
Opportunity to apply one’s 
own ability
4.54 Working hours 4.17
Fringe benefits 4.51 Work environment 4.15
Communication in the 
workplace
4.43 Recognition 4.12
Job security 4.43 Job performance 4.11
Job performance 4.43 Workload and type of work 4.09
Mental effort 4.42 Free time 4.07
Workload and type of work 4.41 Social benefits 4.07
Recognition 4.38 Stress 4.06
Individual decision-making 4.37 Personal growth 4.03
Work environment 4.34 Mental effort 4.01
Working hours 4.27
Opportunity to apply one’s 
own ability
4.00
Selfactualization 4.24 Career advancement 3.98
Free time 4.18 Individual decision-making 3.98
Relation to the environment 4.07 Selfactualization 3.94
Fair appraisal system 4.03
Information about 
performance result
3.91
Information about 
performance result
4.03 Relation to the environment 3.90
Good work team 3.97 Competences 3.86
Mission of the company 3.93 Mission of the company 3.85
Prestige 3.83 Name of the company 3.85
Name of the company 3.77 Region’s development 3.80
Region’s development 3.54 Physical effort at work 3.77
Physical effort at work 2.76 Prestige 3.68
Table 2 Hypothesis testing 
Motivation factors
HU 
Mean
SK 
Mean 
t -test p-level
Atmosphere in the workplace 4.73 4.38 -15.48 0.000
Base salary 4.63 4.44 -7.75 0.000
Career advancement 4.61 3.98 -26.18 0.000
Communication in the workplace 3.77 4.24 12.53 0.000
Competences 3.83 3.86 0.95 0.343
Fair appraisal system 4.42 4.37 -1.87 0.062
Free time 4.62 4.07 -23.03 0.000
Fringe benefits 4.51 4.31 -7.95 0.000
Good work team 2.76 4.39 38.61 0.000
Individual decision-making 4.03 3.98 -1.65 0.099
Information about performance result 4.27 3.91 -11.74 0.000
Job performance 4.55 4.11 -17.91 0.000
Job security 4.43 4.37 -2.14 0.033
Mental effort 4.24 4.01 -8.24 0.000
Mission of the company 3.54 3.85 7.72 0.000
Name of the company 4.54 3.85 -24.70 0.000
Opportunity to apply one’s own ability 4.41 4.00 -15.68 0.000
Personal growth 4.18 4.03 -4.46 0.000
Physical effort at work 4.43 3.77 -23.26 0.000
Prestige 4.63 3.68 -37.47 0.000
Recognition 3.93 4.12 5.26 0.000
Region’s development 4.07 3.80 -7.22 0.000
Relation to the environment 4.38 3.90 -16.28 0.000
Selfactualization 4.57 3.94 -23.07 0.000
Social benefits 4.54 4.07 -17.99 0.000
Stress 3.97 4.06 2.74 0.006
Supervisor’s approach 4.37 4.38 0.52 0.604
Work environment 4.43 4.15 -10.17 0.000
Working hours 4.34 4.17 -6.69 0.000
Workload and type of work 4.03 4.09 1.92 0.056
Note: Significantly different motivation factors are in bold.
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Table 4 Statistically significant differences of motivation factors from the 
point of view of Hungarian respondents analysed according to the gender 
Motivation factors
Mean
t-test p-level
Standard deviation
Men Women Men Women
Atmosphere in the 
workplace
4.34 4.81 -6.02 0.000 0.96 0.39
Base salary 4.31 4.70 -6.06 0.000 0.77 0.56
Career 
advancement
4.16 4.64 -7.21 0.000 0.80 0.58
Competences 4.34 4.67 -5.03 0.000 0.78 0.55
Fringe benefits 4.28 4.56 -3.80 0.000 0.88 0.57
Opportunity to 
apply one’s own 
ability
4.19 4.62 -5.63 0.000 0.92 0.62
Personal growth 4.34 4.68 -6.06 0.000 0.64 0.55
Social benefits 4.31 4.62 -4.35 0.000 0.85 0.67
Stress 4.19 4.62 -6.60 0.000 0.77 0.62
Supervisor’s 
approach
4.34 4.69 -4.73 0.000 0.89 0.53
Note: Significantly different motivation factors are in bold.
Table 5 Statistically significant differences of motivation factors from the 
point of view of Slovak respondents analysed according to the gender
Motivation factors
Mean
t-test p-level
Standard deviation
Men Women Men Women
Atmosphere in the 
workplace
4.31 4.45 -5.98 0.000 0.82 0.79
Base salary 4.42 4.46 -1.53 0.126 0.88 0.88
Communication in 
the workplace
4.16 4.32 -6.37 0.000 0.88 0.82
Fair appraisal system 4.35 4.38 -1.24 0.215 0.82 0.87
Fringe benefits 4.28 4.34 -2.25 0.024 0.89 0.85
Good work team 4.36 4.43 -3.24 0.001 0.85 0.76
Job security 4.35 4.39 -1.64 0.100 0.86 0.85
Supervisor’s 
approach
4.32 4.44 -4.62 0.000 0.85 0.81
Work environment 4.09 4.21 -4.49 0.000 0.89 0.83
Working hours 4.14 4.19 -1.89 0.058 0.89 0.86
Note: Significantly different motivation factors are in bold.
Atmosphere in the workplace, communication in the work-
place, fringe benefits, good work team, supervisor’s approach, 
and working environment were motivation factors where signif-
icant differences were found from the point of view of Slovak 
men and women (Table 5). Mutual consensus was found in base 
salary, fair appraisal system, job security, and working hours.
In the following step, our aim was to compare the groups 
of motivation factors in terms of their similarities. Therefore, 
motivation factors were divided into five groups (motivation 
factors relating to mutual relationship, to career aspiration, to 
finance, to work conditions and to social needs). In the column 
frequency, the cumulation of motivation factors related to all 
five groups is provided. Subsequently, average value is calcu-
lated as we focused on the position of analysed groups depend-
ing on country. The results are shown in Table 6 and Table 7.
Subsequently, using Student two-sample t-test it was verified 
that the averages of the importance of 5 groups of motivation 
factors are statistically significantly different (Table 8, Fig. 1).
Table 6 Groups of motivation factors rated by Hungarian respondents
Motivation 
factors relating to:
Frequency Mean
Standard  
deviation
Confidence interval
-95.00% 95.00%
1.
mutual 
relationship
3,600 4.44 0.79 4.41 4.46
2.
career 
aspiration
6,405 4.40 0.77 4.38 4.41
3. finance 2,745 4.39 0.80 4.36 4.42
4.
work 
conditions
7,320 4.15 0.98 4.13 4.17
5. social needs 5,490 4.01 1.02 3.98 4.04
Table 7 Groups of motivation factors rated by Slovak respondents
Motivation 
factors relating to:
Frequency Mean
Standard  
deviation
Confidence interval
-95.00% 95.00%
1.
mutual 
relationship
17,776 4.35 0.83 4.34 4.36
2.
career 
aspiration
31,108 3.94 0.93 3.93 3.95
3. finance 13,332 4.37 0.87 4.36 4.39
4.
work 
conditions
35,552 4.07 0.92 4.06 4.08
5. social needs 26,664 3.92 0.10 3.91 3.94
Table 8 Statistically significant differences in prefference of Hungarian and 
Slovak respondents ordered according to the group of motivation factors 
Motivation factors 
relating to:
Mean
t-test p-level
Standard deviation
HU SK HU SK
1.
mutual 
relationship
4.44 4.35 -6.10 0.000 0.79 0.83
2.
career 
aspiration
4.40 3.94 -41.04 0.000 0.77 0.93
3. finance 4.39 4.37 -1.03 0.303 0.81 0.87
4.
work 
conditions
4.15 4.07 -6.85 0.000 0.98 0.92
5. social needs 4.01 3.92 -5.66 0.000 1.02 0.10
Note: Significantly different groups of motivation factors are in bold.
Differences in preferences can be observed in 4 of 5 groups 
of motivation factors (motivation factors relating to mutual 
relationship, to career aspiration, to work conditions, to social 
needs) (Table 8, Fig. 1). The group of motivation factors relat-
ing to finance was the only one where no statistically signifi-
cant differences in preferences can be seen from the point of 
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view of employees working in Hungary and Slovakia, even 
despite the fact that group of motivation factors relating to 
finance was most important for Slovak employees (Category 3 
in right side of Fig. 1). The group of motivation factors relating 
to finance was the third most important group for Hungarian 
respondents (Category 3 in left side of Fig. 1).
Fig. 1 Box and whisker plot: 95% confidence intervals for average values of 
importance of groups of motivation factors ordered according to the country. 
Categories: 1, relating to mutual relationship; 2, relating to career aspiration; 
3, relating to finance; 4, relating to work conditions; 5, relating to social needs
According to the Statistical Office of the Slovak Republic 
(2016) and Eurostat (2016b), in Slovakia, there is a higher 
average salary than in Hungary. Actually, according to Eurostat 
(2016a) fewer products can be bought by Slovak employ-
ees compared to Hungarian employees. It may be the reason 
why base salary was more preferred by Slovak respondents. 
Similarity can be seen in the Maslow’s hierarchy of needs 
(1943) because physiological needs are placed at the bottom 
of the hierarchy. Motivation factors relating to the finance are 
influenced by macroeconomic indicators of the state. Therefore, 
their application to motivation programmes is directly depen-
dent on economic results of an enterprise. 
The group of motivation factors relating to mutual rela-
tionship was the most important for Hungarian respondents 
(Category 1 in left side of Fig. 1). On the other hand, this 
group was the second most important for Slovak respondents. 
According to Kollárik (2002) good atmosphere and relation-
ships between co-workers have a positive effect on employees. 
Consequently, the employee performance is higher, compared 
to the situation when communication in the workplace does not 
work. Similarly, if the supervisor’s approach is not suitable, it 
will be reflected in the employee performance. 
Based on the gathered data, motivation factors relating to 
the work conditions were rated as the fourth most important 
for Hungarian respondents, and the third most important for 
Slovak employees (Category 4 in Fig. 1). 
Further results show that motivation factors relating to the 
career aspiration were places at the top positions in Hungary 
but these factors were less important for Slovak respondents 
(Category 2 in Fig. 1). In Slovakia, the fourth group of moti-
vation factor was the group of motivation factors relating to 
career aspiration. Similar results are presented by Sarnovičs 
(2010). According to author, career growth and prestige are 
important factors for employees. Employees trust to their 
employers and they build a career. They feel motivated to 
retain their jobs. According to Jehanzeb et al. (2012) job sat-
isfaction, especially prestige and authority are increased by 
career factors. The results can be affected by sampling unit. 
The research provided by Jehanzeb et al. (2012) was focused 
on young respondents with higher education. Career advance-
ment is typical for employees with higher education. Sampling 
unit in our research consisted of many Slovak respondents with 
higher education, but career advancement is not important for 
them. Our results can be influenced by the age of respondents, 
too. Therefore, we recommend providing the research repeat-
edly. The more attention must be paid to motivation factors 
relating to career aspiration. 
Based on the results of our research, the last group of moti-
vation factors with the lowest level of importance was repre-
sented by group of motivation factors relating to social needs 
(Category 5 in Fig. 1). We assume that in both countries, social 
support and company policy are at a high level. Employees are 
satisfied in this area. As a result, they do not considered motiva-
tion factors relating to social needs as very important. 
We suggest that the more attention must be paid to motiva-
tion factors relating to mutual relationship when creating moti-
vation programmes in Hungary and in Slovakia. It will improve 
mutual relationships in the workplace. Our further recommen-
dation for Hungarian employers is to focus on motivation fac-
tors relating to career aspiration, too. 
When creating motivation programs in Hungary, we recom-
mend focusing on the groups of motivation factors related to 
mutual relationship, career aspiration and finance. Specifically, 
we recommend focusing on the following motivation factors. In 
the group of motivation factors related to mutual relationship: 
atmosphere in the workplace, supervisor´s approach, communi-
cation in the workplace. In the group of career motivation factors: 
personal growth, competences, career advancement, opportunity 
to apply one’s own ability. In the group of motivation factors 
related to finance, we recommend focusing on base salary and 
fringe benefits. These motivation factors in the motivation pro-
grams will be effective in the majority of Hungarian enterprises.
In Slovakia, it is necessary to focus on groups of motivation 
factors related to finance and mutual relationship. For Slovak 
employers we recommend focusing on the following motiva-
tion factors. In the area of finance, it is appropriate to use base 
salary, fringe benefits and fair appraisal system. Following 
motivation factors related to mutual relationship should be 
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used: good work team, atmosphere in the workplace, supervi-
sor’s approach, communication in the workplace.
The differences in proposed motivation programmes can be 
observed. It confirms the differences in the needs of employees 
of the countries surveyed.
4 Conclusion
In today’s highly competitive marketplace, business cannot 
be regarded as a closed and an isolated system (Marková and 
Lesníková, 2015; Rajic et al., 2013). Nowadays, business envi-
ronment has become highly competitive because of globalisation. 
Companies have to improve their own decision making process, 
which must correspond with the world’s changes. The long-time 
business strategy cannot use traditional techniques to corporate 
improvement. It is necessary to come up with new ideas to be 
different from competitors in order to survive in the global mar-
ket (Milichovský, 2015). The similar opinion is shared by Stone 
and Deadrick (2015). The authors say that movements in econ-
omy, domestic diversity and technology create new organisation 
demands propelling the human resources in some completely new 
directions. Human resource researchers maintain that changes are 
being triggered by globalization, increased generational diversity, 
and expanded interest in innovation and sustainability (Boudreau 
et al., 2014; Roehling et al., 2005). Today organization can easily 
change their material, needs, goods and services to other organi-
zation, or to other countries. But the only resource which is not 
easily exchangeable is human resources (Zameer et al., 2014). 
As the results of the research show, motivation factors relat-
ing to the mutual relationship were considered as the most 
important by Hungarian employees. On the other hand, moti-
vation factors relating to finance were the most important for 
Slovak employees and at the same time the third most import-
ant for Hungarian employees. Based on the results, we can 
conclude that different motivation factors and different groups 
of motivation factors were preferred by employees working in 
Hungary and Slovakia. The preferences were not similar at all. 
Different ways of motivation must be used by employers to 
motivate Hungarian and Slovak employees. Moreover, moti-
vation factors preferred by employees need to be re-evaluated 
periodically as some of them are subject to change. Motivation 
is influenced by employee needs because people have many 
needs that are continuously competing one with another. Each 
person has a different mixture and strength of needs, as some 
people are driven by achievement while others are focusing 
on security. If managers are able to understand, predict and 
control employee behaviour, they should also know what the 
employees expect from their jobs. Therefore, it is essential for a 
manager to understand what really motives employees, without 
making just an assumption (Dobre, 2013).
In the next period, after the extending of the sampling unit, 
motivation can be analyzed more closely in terms of age and 
education differences.
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